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INTRODUCTION 

The University of Bristol (UoB) has been actively committed to supporting and developing its research staff 

workforce for over a decade now, influencing both policy developments and the provision of training and 

development activity. Following the cessation of Roberts funding, this level of support has continued with 

core dedicated funding. UoB does recognise that there is still room for improvement and that although we 

are unable to influence some employment market factors impacting on research staff, there are some things 

we can change. With this in mind, the initial gap analysis against the UK Concordat revealed several areas 

in which UoB is doing well and others where work is needed, detailed in the action plan in October 2010. 

Two years later, this document will focus on progress, next steps and future focus. 

PROCESS 

Our Concordat Implementation Group consists of the HR director, Deputy-HR director, PVC (Research) and 

Staff Development Manager (Academic Staff). To carry out the two year internal analysis, the group decided 

that we would simply draw on existing information and consultation processes which we believe are 

sufficient to enable, and to evidence, continuous improvement in this area. These include consultation with 

the University Research Staff Representatives Committee (RS Reps) and the Research Staff Working Party 

(RSWP), analysis of data collected via the CROS 2011 survey and 2012 UoB Staff Survey (the latter more 

recent survey is the main source of data here), as well as data and feedback on specific topics. 

The RS Reps is made up of research staff from each of the University’s 26 Schools. The RSWP is chaired by a 

Faculty Research Director and its members include 3 RS Reps, the RS Reps Chair, 3 senior academics, the HR 

Director, the Head of Research Development, the Staff Development Manager (Academic Staff). 

KEY ACHIEVEMENTS AND PROGRESS AGAINST THE ORIGINAL ACTION PLAN 

One planned action mentioned against several of the clauses is the development of an Academic 

Development framework linked to our Academic Role Profiles, something we are making progress towards. 

Since October 2010, we have launched brand new Academic Staff Development webpages which detail all 

our training and development provision for these staff, categorised into themes. Clear descriptions enable 

people to decide if a particular programme is appropriate for them and their level of experience. We are 

also developing pages specifically referring to each of the role profiles, the skills staff should be looking to 

develop at each level and the support we offer them. These will be introduced for early career researchers 

following a content review of the Research Staff website by the end of this academic year (August 2013). In 

addition, the following progress has been made in the specific Concordat areas: 

A: Recruitment and Selection 

 The introduction of an e-recruit system enabling us to ensure that all staff carrying out recruitment 

attend our Successful Recruitment and Selection course (action against clause 1.2), and to operate a 

single redeployment pool giving research staff access to opportunities across the whole University. 

 A consultation process with the RS Reps around appropriate use of research staff grades discovered 

anecdotal evidence suggesting a lack of consistency in use, leading to three actions: 

1) Collection of data to compare numbers of research staff on different grades in faculties. 

2) Liaison with colleagues supporting the REF process to gain information about research staff 

being submitted in the REF return in order to check correct grading. 

3) Discussions with HR and finance colleagues around the process in place for checking grade of 

researcher requested at the point of submitting a research grant application. 

http://www.bris.ac.uk/researchstaff/policies/concordatsummary.html
http://www.bristol.ac.uk/staffdevelopment/academic/
http://www.bris.ac.uk/researchstaff/policies/concordatsummary.html
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B: Recognition and Value 

 Continued high levels of engagement with our training programme for research staff (action against 

clause 1.2). In the 2012 Staff Survey 74% of research staff respondents agreed with the statement “I feel 

that access to training and development opportunities is fair” (9% higher than the University average). 

70% of research staff said that the available development opportunities at UoB were good or very good, 

again above the staff average. 

 Significant investment in developing training programmes around leadership and management for 

academic staff (action against clause 2.3) which receive excellent engagement and feedback. For details 

and numbers attended, see Table 2 in the Appendix. 

 88% of research staff survey respondents felt that their line manager “values [their] contribution”. 

 Performance Enhancement project is well underway (action against clause 2.3) and has involved 

consultation with research staff. Initial recommendations include a proposal to make Staff Review and 

Development (our appraisal process, SR&D) mandatory for all staff. This would dramatically improve the 

situation for research staff as only 62% of research staff respondents in the 2012 staff survey had been 

offered the opportunity to take part in the SR&D process in the last 18 months (82% of those took up 

the opportunity). This was 20% fewer than staff on the research and teaching academic pathway. Of 

those that did get the opportunity, 82% found it “positive” and 77% found it “constructive”, both of 

these being above the University average. 

 Wellcome Trust VIP funding has been replaced by the Wellcome Trust Institutional Strategic Support 

fund and 4 awards have been made to post-doctoral researchers within Medical Sciences this year who 

have reached the end of existing funding, enabling them to conduct a piece of independent research 

that will underpin a competitive fellowship application. Strategic funds from the EPSRC allowed the 

University to similarly support 9 research staff in Engineering and Physical Sciences. 

C: Support and Career Development 

 Research staff mentoring circles scheme reviewed and enhanced, setting up structured inductions for 

mentors and mentees to ensure shared expectations and approach to sessions. 

 Improvement in the range of CPD opportunities offered through Staff Development, engaging both 

researchers themselves and also their managers (clause 3.9). See Tables 1 and 2 in the Appendix. 

 The review of the Teaching and Learning programme is underway (action against clause 3.11), embedded 

into a broader review focused on teaching excellence at the University. Final recommendations, including 

those for research staff who teach, should be completed by August 2013. 

E: Diversity and Equality 

 As a result of data obtained about representation of women in senior academic roles, an institutional 

Steering Group has been set up to address this and the Dean of each faculty is now developing their own 

priority actions to address the specific imbalances in their Faculties. 

 The University has applied for the renewal of its Bronze Athena SWAN award and will know the outcome 

of this in April 2013. Senior Management agreement has been given to recruit another full- time 

member of the Equality and Diversity team with a focus on progressing the SWAN Charter at 

University level and supporting schools/Faculties in applying for awards. 

 Monitoring has shown that gender representation is roughly equal in research roles at the University. 

Over the last 3 years there has been an increase in female representation at some more senior levels of 

research roles. For figures, see Table 3 in the Appendix. 

 71% of research staff survey respondents agreed that “The University provides adequate facilities and 

flexibility for me to fit work in and around my family life”. Moreover, 91% of research staff respondents 

considered themselves “able to work flexibly”. 
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 Following liaison between the RS Reps and our Equality and Diversity Manager, and the Director of the 

Staff Counselling Service, 3 of the RS Reps are now acting as voluntary Dignity at Work Advisers, a useful 

resource for researchers who are experiencing issues in the workplace. 

F: Implementation and Review 

 We carried out the CROS survey in 2011 and an all staff survey in 2012. We also request feedback from 

researchers, including the RS Reps, on a regular basis. 

 Launch of a collaborative initiative with the universities of Bath and West of England to run a Crucible 

programme (based on the NESTA product) is drawing on our combined expertise in developing 

researchers and encouraging collaborative research between the 3 universities. 

OTHER ITEMS 

 Significant improvement is needed in providing effective induction programmes for researchers. We have 

a low level of attendance of researchers at the central induction and feedback from RS Reps is that local 

induction is inconsistent. We had an action (clause 3.6) to test the effectiveness of local induction via 

the whole staff survey. In the 2012 staff survey only 35% of research staff respondents who had 

started in the previous 6 months reported that they had been “supported by a local induction process”. 

 Only 66% of research staff survey respondents to the 2012 Staff Survey agreed with the statement “I am 

given supportive feedback on the work I do”. Although this was higher than the University average, it is 

still an area which needs work and is being addressed via our leadership programmes and by the 

performance enhancement project. 

 Unfortunately the source of funding we were using for the development of online English training has 

been withdrawn so we need to look at alternative funding sources. 

NEXT STEPS AND FOCUS GOING FORWARD 

There are three main areas in which attention will be focused to improve the University’s performance: 

1) Effective induction of research staff to the University and to their local work environment. 

2) Effective management of research staff, with particular reference to improving the take up and effective 

use of the Staff Review and Development process. 

3) Gender imbalance 
 

To address the first area, we are developing an online induction programme, to include targeted sections 

for particular staff groups such as researchers. The aim is to engage larger numbers in a central induction. 

We have also facilitated RS Reps and faculty HR Managers working together to improve local induction. 

To address the second area continuous review and improvement of our academic leadership development 

programmes is needed. The SR&D process is also under review as part of the Performance Enhancement 

project and we are in the process of developing and piloting a new online platform for this to make it easier 

to monitor and streamline the process. The proposal currently under consideration is that SR&D should 

become mandatory for research staff from April 2014 alongside investment in training for managers. 

The third area will be addressed through actions around the Athena SWAN charter mentioned earlier, 

coordinated by the new Equality and Diversity Officer. 

In addition to these we will be addressing issues with the use of research staff grades by working with 

colleagues in HR, Finance and Research & Enterprise Development to identify and implement improvements 

to this process. Lastly, a new “Acceptable Behaviours Policy” has been developed and is out for consultation 

at the moment (including with the research staff Reps group). We will collect feedback and monitor the 

success of this new policy and procedure in tackling this issue. 
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APPENDIX 

Table 1 – Numbers of Staff Attending training programme events in 2011/12 
 

Category of course Number of events Number of participants 

Academic skills development1
 23 181 

Research staff skills development 17 175 

Grant writing1
 11 120 

Lunchtime Career Seminars2
 10 130 

1 These numbers include all academics 

2 These numbers include research staff and postgraduate research students. 

 

Table 2 – Numbers of staff attending leadership programmes since launch in 2008 
 

 
Name 

 
Launch Date 

Number attended since 

Oct 2010 

Total number 

attended 

 
Academic Leadership Programme* 

 
Nov-2012 

 
20 

 
20 

Leading Research Teams Sept-2010 59 59 

Preparing to Manage Research Groups Jun-2009 45 78 

Navigating people management Nov-2008 56 92 

Refreshing your approach to people 

management 

 
Dec-2010 

 
29 

 
29 

 

* This is a new re-designed programme – previous programme running for 3 years with 59 academic participants 

 

Table 3 – Gender representation in Academic roles. 
 

 2009/10 2010/11 2011/12 

University - Academic 

and Research Staff 

Female Male Female Male Female Male 

 %  %  %  %  %  % 

Research Assistant 193 44 243 56 205 45 251 55 212 44 271 56 

Research Associate 209 59 148 41 223 61 141 39 218 59 151 41 

Research Fellow 79 44 101 56 81 46 94 54 89 48 98 52 

Senior Research Fellow 25 44 32 56 26 48 28 52 31 53 28 47 

Lecturer 168 49 175 51 156 49 165 51 151 47 167 53 

Senior Lecturer 150 40 228 60 147 41 211 59 154 43 201 57 

Reader 32 21 117 79 27 20 106 80 29 19 125 81 

Professor 65 16 349 84 68 16 353 84 71 17 342 83 

 


